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U.S. OFFICE OF PERSONHEL MANAGEMENT

DIYERSITY & INCLUSION REFERENCE MATERLALS

Guidance Regarding the Employment of
Transgender Individuals in the Federal Workplace

Policy and Purposes

It is the policy of the Federal Go'u-ernment to treat all of its employees with dignity and respect and to
pror-ide a nor\rlace that is free from discrimination rrhetler that discrimination is based on race"

color, religion, sex (including gender identig- or pregnancl-), national origin, disabiliq-, politicat
affiliation, marital status, membership in an emplol-ee organization, age, sexual orientation, or otler
non-merit factors. Agencies should rer,'iew their anti-discrimination poiicies to ensure that they
afford a non-discriminaton'lr-orking em.ironment to emplol.ees irrespectir-e of their gender identiS'
or perceir-ed gender non-contbrmiry-.

The purpose of this memorandum is not to address legal rights and remedies, but instead to provide
guidance to address some of the cofirmon questions that agencies have raised with OPM regarding
the employnent of transgender indiriduals in the tHeraI n-orlqrlace. Because the guidance is of
neeessir3* general in nafure, managers, supenisars, and transitioning emplol-ees should feel free to
consult \,!'ith their human resources offices and r,r'ith the OfEce of Personnel Management to seek
advice in indiv-idual circumstances.

Core Concepts

Gender identity is the individuai's internal sense of being male or female. Gender identity is
generalh'determined in the early y-ears of an indir.idual's life and, if different from the indiridual's
ph1'sical gender, ma-v result in increasing psSchological and emotional discomfort and pain" The rray
an indiridual expresses his or her gender identig- is frequentl3- called *gender e-xpression,' and mary

or may not conform to social stereotypes associated with a particular gender.

Tronsgender.' Transgender individuals are people with a gender identity that is different from the sex

assigned to them at birth. Someone uho rr-as assigned the male sex at birth but *-ho identifies as

tbmale is a frcnsgrender txolr:.on- Uheuise, a persor assigned the female sex at birth but rr-ho

identifies as male is a transgender man. Some indir,iduals *-ho would fit this definition of
transgender do not identifu themselves as such, and identifr simply as men and women, consistent
rrith tleir gender identiS-. The guidance discussed in this memorandum applies n-hether or not a
particular indiridual self-identifies as transgender.

Transition' Some individuals will find it necessary to transition from living and working as one
gender to another. These indiriduals often seek some form of medical treatment such as courrseling,
hormone therapl-, electrollsis, and reassignment surgery. Some indiriduals, ho\r-er€r, rrill not
pursue some (or anSJ ibrms of medicai treatment because of their age, medical condition, lack of
funds, or other personal circumstances. Managers and supervisors should be aware that not all
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transgender indiliduals lrtll follolv the same pattern, but they all are entitled to t}re same

consideration as they undertake the transition steps deemed appropriate for them, and should all be

treated nith digni[. and respect-

Transition'lffhile Emplo-ved

The World Professional Association of Transgender Health (WPATH), an international organization
der-oted to the stud - and treatment of gender-identit.-related issues, has published the I{IPA][H
Standards of Care, x hich explains gender transition as a process that maf include therapl-,
hormones, and possibly surgical procedures, or any combination of them. In particular, as explained
by the WPATH Standards of Care, a transgender individual's gender transition will usually proceed in
the follouing order. First, the indiridual nill meet nith a mental health prorider to ascertain rt-hat
transition steps are most appropriate to ad&ess the lack of congruiq- betrreen his or her gender
identiq'and the sex assigned to him or her at birth. Second, after appropriate er.aluation and
counseling, the individual may begin a course of hormone therapy, usually under the supervision of
both her mental health prorider and an endocrinolosst. Third, after a period of time on hormone
therapl-, an indiridual rrill be readl-to commence the *real iife experience"- n-hich is n-hen an
indiridual transitions to lir-ing full-time in the gender role that is consistent nith his or her gender
identity. It is at this point that an employer is most often made alr,are that an employee is
transgender and undertaking a gender transition.

Gender identi{- heaith care proriders recognize commetrcement of the real Iife exlxrience as often
the most important stage of transition, and, for a significant number of people, the last step necessary
for them to complete a healthl'gender transition- As the rame suggests, the real life erperience is
designed to allorr the transgender indhidual to erperience liring fuIl-time in the gender role to r,rhich
he or she is transitioning- Completion of at least one .r-ear of the real llt-e experience is required prior
to an individual's being deemed eligible for gender reassignment surgery.

There are ser-eral issues tfrat commonlygenerate questions from managens and emplol.ees n'ho are
rt-orking *ith a transitioning emplor-ee- In order to assist 5ou in ensuring that transitioning
emplo.l-ees are treated r,rith dignity* and respect, rve offer the follor,rtng guidance on those issues.

Confidentiality and Privacy: An emplo-"*ee's transition should be treated with as much sensitivitv
and co,nfidentialil- as an]- other emplol'ee's signfficant life experienceso such as hospitalization or
marital difficulties. Emplor-ees in transition often n-ant as littie publicitr about their transition as

possible. They maybe concerned about safety and emplol:rnent issues if other people or emplol.ers
become aware that he or she has transitioned. Moreover, medical information received about
indiridual emplol-ees is protected under the Priracl- Act (S U.S.C. S52a).

Emploling agencies. managers, and supenisors should be sensitive to these special concerns and
adt ise employees not to spread information concerning the employee who is in transition: gossip and
rumor-spreading in the u.or\rlace about gender identiq" are inappropriate- Gther emplol-ees ma1-be
gir-en onIl'general information about the emplol'ee's transition; personal information about tle
emplo5-ee should be considered confidential and should not be released without the emplol-ee's prior
agreement. Questions regarding the employee should be refened to the employ'ee himself or herself.
If it nould be helpful and appropriate, emplo]'ing agencies mav have a trainer or presenter meet *ith
emplol-ees to ansrr-er generzl questions regarding gender identi{'- Issues that ma.,* arise should be
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discussed as soon as possible confidentiallybetween the employ'ee and his or her managers and

supervisors.

Dress and Appearance: Employees n-ho b*go the *real life experience" stage of their transition
are required under fie R?ATH Standards of Care to lire and rvork full-time in the target gender in
all aspects of their life, which inciudes dressing at all times in the clothes of the target gender. Once

an emplolee has informed management that he or she is transitioning, the emplol,ee rr.ill begin
n-earing the clothes associated rrith the gender to n-hich the person is transitioning. Agencv dress

codes should be applied to emplolees transitioning to a dtfferent gender in the same \\-a)- that the1.

are applied to other employees of that gender. Dress codes should not be used to prevent a

transgender emplor.ee from liring full-time in the role consistent sith his or her gender identi\.

Names and Pronouns: Managers, supenisors, and cort-orkers should use the name and pronouns
appropriate to the employee's new gender. Further, managers, supervisors, and colvorkers should
take care to use the correct name and pronouns in employee records and in communications with
others regarding the emplo1.ee- Continued intentional misuse of the emplol-ee's neu- name and
pronouns, and reference to lfie emplol-ee's former gender b1- managers" supen-isots" or corr-orkers

may undermine the employ'ee's therapeutic treatment, and is contrary to the goal of treating
transitioning employees uith dipi[ and respect- Such misuse ma1'also breach the emplol-ee's

priracr-, and ma,v create a risk of harm to the emplol-ee-

.,-1.,,,,.,.,.,., ...,.,,:.,. l.: 1; reeuireagenciestomakeaccesstoadequatesanitary
facilities as free as possible for all emplol-ees in order to avoid serious health consequenees- For a
transitioning employee, this means that, once he or she has begun lirlng and lr.orking fuil-time in the
gender that reflects his or her gender identity, agencies should alloru access to restrooms and (if
provided to other emplo;-ees) locker room facilities consistent rrith his or her gender identiq.. \4ihile
a reasonable temporary compromise maJ-be appropriate in some circumstances" foansitioning
emplol'ees should not be required to har.e undergone or to pror-ide proof of any particular medical
procedure (including gender reassignment surgery) in order to have access to faeilities designated for
use b1'a particular gender. I-rrrder no circumstances ma.l- an agenc!- require an emplolee to use
facilities that are unsanitary, potentiallv unsafe for the emplol.ee, or located at an unreasonable

distance from the emplol-ee's n-ork station. Because e\€r)" rvorkplace is confrgured differentll',
agencies with questions regarding employee access to any facilities within an agency should contact
OP&{ for further guidance-

Recordkeeping: Consistent nith the Priracl-Act the records in the emplol-ee's OfEcial Personnel
Folder (OPF) and other employee records (pay accounts, training records, benefits doeuments, and
so on) should be changed to shorr the emplq'ee's nelr- rrame and gender, once the emplol.'ee has

begun norking full-time in the getrder role consistent nith the emplo5-ee's gender identig-. See 5
U.S.C. SSza(d). Instructions for how to reconstruct an employee's OPF to account for a gender

Insurance Benefits: Emplol,ees in transition rtho alread!- have Federal insurance benefits must be
allorved to continue their participation, and nert emplo3.ees must tre allorred to elect participation, in
their new names and genders. If the employees in transition are validly married at the time of the
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transition, the transition does not affect the r.alidit-v of that marriage, and spousal cor..erage should be
extended or continued even though the emplol.ee in transition has a ne\\: name and gender. Further
informationaboutinsurancecoverageissuescanbefoundonthewebat.,,i | ,,.,. ,: ,,orby

Specific Questions: For further guidance on these issues, contact the Diversity program Manager,
Office of Dir-ersi\- and Inclusion, Office of Personnel Managemen! rgoo E Street, Nlilr, \firashington,
DC zo4t5, at (zoz) 6o6-oozo.
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